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Information technology is an ever evolving field that has become a mainstay in
WRGD\¶VVRFLHW\HVSHFLDOO\LQKLJKHUHGXFDWLRQ7KHHPSOR\HHVZKRPDLQWDLQWKH
information technology (IT) infrastructure and systems at educational institutions are
tasked with similar jobs as their equivalents in the private sector; however, these
employees are faced with unique difficulties. A lower salary range, less benefits, and less
technological variety are typical characteristics in a higher education setting for IT
employees as compared to private industry. Faced with these circumstances, IT
employees continue to perform their duties and ensure the institution is functioning on a
daily basis. With these employees working in this environment, where education is the
focus, what factors influence IT employees¶ job satisfaction? Specifically, this research
focused on IT professionals employed at community and junior colleges in Mississippi
and the facets that influence these employees¶ job satisfaction.

The abridged Job Descriptive Index and the abridged Job in General survey tools
were utilized in this study to determine the level of satisfaction for pay, promotion,
supervision, co-workers, the work itself, and the job in general. The results showed
several interesting findings. IT employees were most satisfied with the work itself. Also,
this same group was highly satisfied with their job in general. Lastly, the number of
years of work experience did not make a significant difference in regards to overall job
satisfaction.
Recommendations were also provided in this research. One was to determine
ways to improve satisfaction with the job facets with lower levels of satisfaction, which
included pay and promotion. Second, community colleges should evaluate their current
practices to ensure continued satisfaction in the highly satisfied areas of co-workers,
supervision, and the work itself. Further study should be done to compare IT employees
at Mississippi community and junior colleges with other higher educational institutions
and private industry. Additional job satisfaction research should also include other
departments at each institution or the entire community college. Since this research was
based on a small sample, revisiting this same study to increase the population was also
recommended.
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CHAPTER I
NATURE AND SCOPE OF THE STUDY

Introduction and Background
Job satisfaction has been researched to determine differences between a single
trait or combinations of traits such as occupation, gender, age, race, and a particular
company or organization (Callens, 2008; Curry, 2007; Grenway, 2007). Research
regarding employee motivation exists for a mixture of professions (Couger & Zawacki,
1978; Herzberg, 1968). In addition, research has provided findings related to job
satisfaction and motivation for particular professions and industries (Findley, 2007; Ting,
1997). A particular industry of interest in this research is the information technology (IT)
field. Research depicts the various perspectives of information technology professionals
regarding job satisfaction and motivation. Studies range from scenarios such as how IT
professionals work behavior is related to social capital to personality traits being
prevalent in specific IT functions (Graverson, 2008; Zhang, 2006). These studies have
used different theories and philosophies to help explain relationships between
information technology employees and job satisfaction.
Existing research provides ample combinations of theories in a range of
disciplines and their application to IT and work behavior. One area that this research
covered is higher education. The education venue offers a different environment
1

compared to its private sector counterparts. College campuses are perceived to be a
welcoming environment that does not encounter some of the high demands and profit
laced expectations as private industry (EDUCAUSE, 2000). The focus is providing
students with an education in a safe and enjoyable environment. Technology is utilized
to help accommodate this need and to provide services to faculty and personnel in
addition to enhancing learning environments.
College and universities historically thrive when there are economic struggles in
society; however, this increase of students and needs are typically met with reduced
finances (Basken, 2008; Mangan, 2008). Higher education institutions are normally
challenged with reduced budgets and fewer financing sources and avenues than other IT
fueled businesses in the private sector. Providing an education to students is the main
goal and can cause other campus entities needed to achieve this goal to receive less
attention and funding (Guess, 2008). This situation is also applicable to private and
public institutes of higher education (Goldstein & Caruso, 2004). According to the 2008
Campus Computing Project survey of IT in American higher education, 45.4% of public
universities reported IT budget cuts during the fall of 2008, up from 16.3% from 2007
(Guess). Private institutions reported a decrease of approximately 23% in their budgets,
and community colleges had a 24.6% decrease (Guess).
With the shortcomings of the economy and bleak future forecast, education is on
the forefront of being the solution to many situations. This is especially evident in
community colleges. Specifically, community colleges in Mississippi increased their
enrollment by 16% in the fall of 2009 compared to enrollments in fall 2008. Mississippi
2

four-year institutions had an increase of 3.5% during the same time frame
(³Enrollments,´ 2009). These predominantly rural institutes of higher learning yield an
obvious need to their communities as a place of instruction, economic development, and
community involvement. Regardless of geographic location, IT is becoming even more
prominent in these educational institutions with the growth of distance learning, student
enrollments, and dependence on technological advances and use (Stout, 2007). The
importance of IT at community colleges, along with job satisfaction, was the basis for
this research study.

Purpose of the Study
The purpose of this study was to determine the factors that influence job
satisfaction with IT professionals employed at institutions of higher education in the state
of Mississippi, specifically community and junior colleges. The factors employed to
determine job satisfaction for this population comprised the abridged Job Descriptive
Index (aJDI) and the abridged Job in General Index (aJIG) (Balzer et al., 2000; Russell et
al., 2004). In addition, comparisons were made to see if any relationships existed
between job satisfaction and certain demographic conditions. Specifically, this research
investigated length of time in the workforce and job satisfaction to determine if there was
significance between these two facets.

Significance of the Study
Besides typically having less funding and resources, higher education facilities
usually lag behind in new technology adoption and career development opportunities.
3

With less operating funds compared to the private sector, employees may not receive the
opportunity to complete necessary training or courses to improve their IT skills in order
to perform their duties or to implement new technology. Additionally, higher education
facilities offer fewer incentives, less pay, and reduced benefits as compared to private
industry (EDUCAUSE, 2000). Since this employment environment typically has a lower
salary range, less benefits, and less technological variety than those IT professionals
working in private industry, what motivates these IT employees to do their jobs? What
factors influence these employees to remain at a higher education institution instead of
working in a private sector job? This research study investigated job satisfaction of
information technology professionals employed at community and junior colleges in the
state of Mississippi. This study attempted to provide information in an effort to create a
profile of job satisfaction facets that can aide organizations when faced with negative
organizational issues such as turnover or budget cuts. This research applied to
information technology employees at the fifteen Mississippi community and junior
colleges. The junior and community colleges consist of Coahoma Community College,
Copiah-Lincoln Community College, East Central Community College, East Mississippi
Community College, Hinds Community College, Holmes Community College, Itawamba
Community College, Jones County Junior College, Meridian Community College,
Mississippi Delta Community College, Mississippi Gulf Coast Community College,
Northeast Mississippi Community College, Northwest Mississippi Community College,
Pearl River Community College, and Southwest Mississippi Community College. The
results of this study can help provide IT administration at public higher education
4

institutions with ideas to offer positive working atmospheres and opportunities within
their realm of capability. This study also provided results that will help the
administration determine programs and discover ways to provide motivation and to
continually gauge current morale with IT professionals. The job satisfaction facets most
important to IT employees can be used to investigate new work arrangements, improve
working conditions, improve communication, and promote the profession and services
provided through innovative means.

Research Questions
This research study is designed to determine job satisfaction facets using the
abridged Job Descriptive Index (aJDI) as it relates to IT professionals employed at
institutions of higher learning in Mississippi . Specifically, this research involved the
community and junior colleges in Mississippi. The aJDI is commonly administered in
conjunction with the aJIG (Ironson, Smith, Brannick, & Gibson, 1989³0HDVXUHV,´QG
para. 5). The research questions posed in this research study are as follows.
1. What is the most important job satisfaction factor for information technology (IT)
employees employed at community and junior colleges in the state of
Mississippi?
2. Are IT employees at Mississippi community and junior colleges satisfied with
their jobs in general?

5

3. Is there a significance with overall job satisfaction for employees with less than
twenty years work experience compared to those with more than twenty years of
work experience?

Delimitations
The following are delimitations of the study.
1.

This study focused on educational institutions, specifically community and
junior colleges, in the state of Mississippi and did not seek to find any
correlation with other institutions outside of the ones used in this research.

2.

The population of this study consisted of IT professionals employed
during the summer semester of 2009 at the chosen institutions of higher
education in Mississippi. These included all public Mississippi junior and
community colleges. The junior and community colleges in the state of
Mississippi consist of Coahoma Community College, Copiah-Lincoln
Community College, East Central Community College, East Mississippi
Community College, Hinds Community College, Holmes Community
College, Itawamba Community College, Jones County Junior College,
Meridian Community College, Mississippi Delta Community College,
Mississippi Gulf Coast Community College, Northeast Mississippi
Community College, Northwest Mississippi Community College, Pearl
River Community College, and Southwest Mississippi Community
College.
6

Limitations
This study included the following limitations.
1.

This study was limited to information technology employees at
community and junior colleges in the state of Mississippi. Results of the
VWXG\¶VVXUYH\were dHSHQGHQWRQWKHVHLQGLYLGXDOV¶NQRZOHGJHRIWKH
involved material.

2.

Results of this study were OLPLWHGWRWKHSDUWLFLSDQWV¶SHUFHSWLRQVDWWKH
time the study was conducted (Summer 2009).

3.

Generalizations from this study were limited to the aforementioned
population.

4.

This study was limited to the possibility of crossover responses. In other
ZRUGVWKHVWXG\¶VSDUWLFLSDQWVKDd the potential to discuss the
questionnaire with one another during the process, which has the potential
to influence the responses.

5.

ThiVVWXG\¶VILQGLQJVwere limited by the validity of the survey instrument.

6.

The survey developed for this study contained areas that received a
sufficient amount of responses. Data analyses were limited to the areas
with a sufficient response rate.

7.

This study did not take into account the organizational and institutional
structure of each community or junior college.

7

Definition of Terms
1.

Morale refers to the state of the spirits of an individual or group as shown in
the willingness to perform assigned tasks (Morris, 1981).

2.

Motivation describes the psychological processes that cause the arousal,
direction, and persistence of voluntary actions that are goal directed (Mitchell,
1982).

3.

Information technology professional is an employee at a public community or
junior college in the state of Mississippi or other public or private entities
whose job title or job description involves information technology services.
These employees can be full-time or part-time, but they are not considered
faculty.

4.

Job satisfaction refers to a positive and enjoyable attitude felt by an employee
WRZDUGKLVRUKHUMREEDVHGRQWKHHPSOR\HH¶VIHHOLQJVEHOLHIVDQGEHKDYLRUV
(Weiss, 2002). The pleasurable emotional state resulting from the appraisal of
RQH¶VMREDVDFKLHYLQJRUIDFLOLWDWLQJWKHDFKLHYHPHQWRIRQH¶VMREYDOXHV
(Locke, 1968).

5.

Work experience refers to the number of years participating in the workforce.

6.

Rural describes an area that is incorporated, Census-designated place or
nonplace territory defined as rural by the Census Bureau and not within a
metro area with a large or midsize city with less than 2,500 residents (National
Center for Educational Statistics [NCES], 2008; U. S. Census Bureau, 1994).
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CHAPTER II
REVIEW OF THE LITERATURE
This research study focuses on the arenas of IT, job satisfaction, and higher
education with an emphasis on community colleges. Varying research exists on these
topics individually as well as in a combination of research interests. This chapter depicts
research literature that provides recent insight into these three areas. Part one focuses on
the significance of work. The second topic covered is popular job satisfaction theories
while specific job factors that influence workers is discussed next. The fourth area of
discussion is various research related to job satisfaction. The last two areas contained in
this chapter were the topics of information technology and community colleges. The
following paragraphs provide insight into these subject areas.

Part One: Perspectives on Work
$FFRUGLQJWRWKH86'HSDUWPHQWRI/DERU¶V%XUHDXRI/DERU6WDWLVWLFVWKH
civilian workforce in the U.S. is 154.4 million out of a total of 235 million potential
workers, based on ages 16 and over, as of December 2008 (U. S. Department of Labor,
2008a). This statistic indicates that more than 65% of working aged people in the U.S.
participates in the workforce (U. S. Department of Labor). People are normally dutybound to work for various reasons or motivations. The majority of society works to
ensure their existence and their dependents. As Heron (1948) described, beyond the
9

needs of food, clothing, and shelter, men historically worked so they may not be
obligated to work in later years. In other words, people work in their youth to save and
prosper in order to refrain from work in their older age (Heron; Levenstein, 1962).
Joanne Ciulla (2000) wrote that workers are led to believe that they can gain identity,
meaning, self-esteem, fulfillment, and self-development from their occupation (Magid,
2001). Work and its benefits are both positive and negative. This dual attitude toward
work, degrading yet ennobling, is another paradox that characterizes man (Levenstein).

Part Two: Job Satisfaction Theories
Since people work because of some necessity, another avenue to explore is why
employees continue to work in a particular occupation or place of employment. In other
ZRUGVWKHIDFWRUVWKDWDIIHFWZKHWKHUQHJDWLYHO\RUSRVLWLYHO\DQHPSOR\HH¶VRXWORRN
and satisfaction toward his job. People typically have choices about their careers. They
can stay at their present job, change positions within the same company, change career
paths, leave the workforce entirely, or change employers. Research has been conducted
to establish the determinants in realizing the essence of maintaining satisfied employees.
Five popular theories that establish the mechanisms needed to provide workers with job
satisfaction include Her]EHUJ¶V0RWLYDWLRQ-Hygiene Theory; (GZLQ/RFNH¶V5DQJHRI
Affect; -XGJH/RFNHDQG'XUKDP¶VCore Self-evaluations model; Hackman and
2OGKDP¶V-RE&KDUDFWHULVWLF model; DQG0DVORZ¶V+LHUDUFK\RI1HHGV7KHIROORZLQJ
SDUDJUDSKVGHVFULEHHDFKWKHRU\¶VFRQFHSWVYLHZSRLQWVDQGLGHDOV
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0DVORZ¶V+LHUDUFK\RI1HHGV
0DVORZ¶V+LHUDUFK\RINeeds is a psychological theory depicted via a pyramid
with the more primitive needs on bottom. The bottom level is described as the
physiological needs, which includes breathing, food, water, sleep, sex, excretion, and
homeostasis (Maslow, 1987). The next level is the safety level. These actions include
security of body, employment, resources, morality, health, family, and property. The
third layer is known as the social needs layer. These items include friendship, intimacy,
and a communicative and supportive family (Maslow). The fourth level is esteem. These
actions are self-esteem, confidence, achievement, respect of others, and respect by others.
The top most level is the self-actualization level. Morality, creativity, spontaneity,
problem solving, acceptance of facts, and lack of prejudice are the needs in this category.
Maslow believed that humans start at the bottom level, physiological, and once these
needs are met move on to the next level of needs. The need for self-actualization is the
final need that manifests when lower level needs are satisfied (Maslow). The figure
EHORZGHSLFWV0DVORZ¶VGHVFULSWLRQRIQHHGV
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Figure 1 0DVORZ¶V+LHUDUFK\RI1HHGV

+HU]EHUJ¶V0RWLYDWLRQ-Hygiene Theory
+HU]EHUJ¶V0RWLYDWLRQ-Hygiene Theory states that satisfaction and dissatisfaction
are driven by different factors (Herzberg, 1968). These two types of factors are labeled
motivation factors and hygiene factors. Motivating factors are factors that make people
want to work and provide satisfaction (Herzberg). These intrinsic, motivation factors
include achievement, recognition, promotion, growth, responsibility, and the work itself
(Herzberg). Motivation factors help increase satisfaction but they have little effect on
dissatisfaction. On the other hand, dissatisfaction is driven by hygiene factors. Extrinsic,
hygiene factors include salary, job security, benefits, supervision, status, relationships
with co-workers, physical environment, and company policy/administration (Herzberg).
These factors, if absent or inadequate, cause dissatisfaction. Their presence has little
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effect on long-term satisfaction (Herzberg, 1968). The diagram below (Figure 2) helps
GHSLFW+HU]EHUJ¶VWKHRU\

Figure 2 +HU]EHUJ¶V0RWLYDWLRQ-Hygiene Theory

/RFNH¶VRange of Affect Theory
EdwiQ$/RFNH¶V5DQJHRI$IIHFW7KHRU\proposes that satisfaction with any job
facet is determined by two factors: the have-want discrepancy for the facet and the
importance of the facet (1976). Further, the theory depicts how much a person values a
given facet of work determines their level of satisfaction for a job facet. Simply stated,
the have-want discrepancy is determined by a difference between what one wants in a job
and what one has in a job. The second part of the theory describes the position of the job
IDFHWZLWKLQDSHUVRQ¶VKLHUDUFK\RIYDOXHV Locke; McFarlin, Coster, Rice, & Cooper,
1995). This theory allows for the possibility to predict when employees will experience
13

satisfaction or dissatisfaction in a particular job aspect. Facet satisfaction will be highest
when the amount of satisfaction received is the same as the amount wanted by an
individual for facets with high importance. On the other hand, facet dissatisfaction will
be highest when the amount received is less than the amount expected for facets with
high importance (Locke; McFarlin et al., 1995). Job facets that are deemed unimportant
or low on the hierarchy for an individual will yield neutral reactions. Workers cannot
have strong satisfaction reactions to items with little or no importance to them (Locke;
McFarlin et al.).

Core Self-Evaluations Model
The Core Self-Evaluations Model (CSE), proposed by Judge, Locke and Durham
in 1997, indicates there are four core self-eYDOXDWLRQVWKDWGHWHUPLQHRQH¶VGLVSRVLWLRQ
towards job satisfaction: self-esteem, locus of control, general self-efficacy, and
neuroticism. These are displayed in figure 3 below. Self-esteem is the basic appraisal
people make of themselves (Judge, Locke, & Durham). General self-HIILFDF\LVRQH¶V
estimates of RQH¶VFDSDELOLWLHVWRPRELOL]HWKHPRWLYDWLRQFRJQLWLYHUHVRXUFHVDQG
courses of action needed to exercise general control oYHUHYHQWVLQRQH¶VOLIH -XGJH et al.,
1997). General self-efficacy is normally considered to be a core component of selfesteem. Therefore, generalized self-efficacy and self-esteem would load on the same
factor (Judge, Locke, Durham, & Kluger, 1998). Locus of control concerns the degree to
which people believe they control events in their lives (internal) or believe that the
environment or fate controls (external) events (Rotter, 1966). The main difference
14

between self-efficacy and locus of control is that locus of control refers to controlling
outcomes while self-efficacy refers to controlling actions or behaviors (Judge et al.,
1998). Finally, neuroticism refers to individuals who are prone to anxiety, insecurity,
guilt, and nervousness (Costa & McCrae, 1988). This theory suggests that CSE explains
much of the overlap among these four traits and predicts many work outcomes better than
individual traits (Judge, 2009). Higher levels of self-esteem, general self-efficacy,
internal locus of control and lower levels of neuroticism lead to higher work satisfaction
(Judge et al., 1997).

Figure 3 Four Core Self-Evaluations
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Hackman and Oldham Job Characteristics Model
Another theory is the Hackman and Oldham Job Characteristics Model. This
model states there are five core job characteristics (Hackman & Oldham, 1980). These
five core areas are skill variety, task identity, task significance, autonomy, and feedback
(Hackman & Oldham). These five core areas impact three critical psychological states.
These include experienced meaningfulness, experienced responsibility for outcomes, and
knowledge of the actual results. The result is the three critical psychological states
impact the work outcomes such as job satisfaction, absenteeism, and work motivation
(Hackman & Oldham). The five core job characteristics can be combined to form a
motivating potential score (MPS) for a job and can then be used as an index of how likely
DMRELVWRDIIHFWDQHPSOR\HH¶VDWWLWXGHDQGEHKDYLRUV +DFNPDQ 2OGKDP  Figure 4
depicts this model.

16

Figure 4 Hackman & Oldham Job Characteristics Model (Rotter, n.d.)

As described previously, there are various models and research to depict what
makes employees enjoy their jobs. A combination of these models and others is available
for employers to incorporate what they deem satisfiers into their policies and work
environments. Specific factors or traits within these models that can be included in
places of employment to attain job satisfaction are discussed next.

Part Three: Work Factors
The factors that cause employees to maintain a good relationship and attitude
toward their occupation vary. As Frederick Herzberg found in his 1968 article the basic
necessity employees yearn for is intrinsic in nature (Herzberg). Employees want to feel
responsible and grow in their work tasks as well as engaging in a vocation they feel is
17

interesting and challenging (Herzberg). CSE methodology and its research is primarily
based on the idea that individual self-UHJDUGLVUHODWHGWRDSHUVRQ¶VOHYHORIMRE
satisfaction (Judge, Erez, Bono, & Locke, 2005). The Range of Affect model also shows
support that individual perceptions are directly related to job satisfaction outcome
(Locke, 1976). Maslow believes that people should satisfy internal needs, more
specifically self-esteem, before they can yield the ultimate goal of self-actualization
(Maslow, 1987). Finally, Hackman and Oldham provide more information regarding the
dimensions of work in order to yield intrinsic results (Hackman & Oldham, 1980). These
models all touch on particular areas that are deemed internal to individuals.
External facets can also influence work satisfaction. Many people believe the
most popular extrinsic aspect for employees is salary. However, there are other external
factors that help create job satisfaction beyond salary and pay raises. Stephen Bevan,
managing director at The Work Foundation, stated that staff normally state pay as the
main reason for leaving, but other factors often play a significant role in job satisfaction
(³Loyalty cannot be bought,´ 2008). These other aspects include management,
colleagues, location, and career development (³Loyalty cannot be bought´ ). In addition,
HerzEHUJ¶V(1968) theory features extrinsic factors such as job security, benefits, status,
co-worker relationships, and company policy/administration. Company culture and
flexible schedules are other external features that are important to employees (All, 2007).
$OVR0DVORZ¶V(1987) hierarchy mentions external items such as friendship, family, and
respecting others.
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There is conflicting research that depicts external factors as positive and negative
influences on job satisfaction. As Herzberg described, hygiene factors can offer short
lived satisfaction or even negatively impact internal satisfaction (Herzberg, 1968). An
increase in salary is great for an employee until the initial affect wears off and the
employee is again disgruntled. Research has shown that extrinsic rewards can have a
GHWULPHQWDOHIIHFWRQHPSOR\HH¶VLQWULQVLFPRWLYDWLRQ -DPHV; King, Hautaluoma,
& Shikiar, 1982). Nonetheless, external factors are influential when determining job
satisfaction.
Various external and internal aspects can help companies and businesses retain or
lose staff. Another facet of job satisfaction is situations and circumstances that cause
QHJDWLYHIHHOLQJVWRZDUGRQH¶VZRUNSODFH%HYDQFontinued that unfair pay structures
can lead to satisfaction issues (³Loyalty cannot be bought,´ 2008). Leadership IQ, a
Washington, D.C. leadership training company, found that all working generations
expressed some level of dissatisfaction with their jobs (Laff, 2008). The research also
found that age was inversely related to the likelihood of dissatisfaction (Laff). The main
point divulged from the Leadership IQ survey was that employees are dissatisfied when
managers do not provide attention or praise for their work (Laff). Ting (1997) found that
job traits, organizational traits, and individual traits were the determinants for the level of
satisfaction for federal government employees. The source of conflict or turmoil within
workplaces and among employees and their effects on employee satisfaction can be
endless. No generation is completely happy with its employer (Laff).
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5HJDUGOHVVRIWKHPHFKDQLVPVWKDWKHOSUHZDUGRUUHFRJQL]HHPSOR\HHV¶VXFFHVV
most employees want to perform well and be effective in their positions. On the other
hand, employers want to focus on the positive aspects that motivate their employees to be
more productive while enjoying their jobs. Managers depend on their employees to be
reliable and to complete tasks effectively and efficiently. Employers want to provide
environments so their employees can satisfy their own internal interests and needs in
addition to completing their task at hand. Conversely, employees have determined a list
of certain features to influence their level of job satisfaction. Employees often stay at a
particular job because of attachments and their sense of fit (Mitchell, Holtom, & Lee,
2001). The sense of fit not only relates to the employee and his or her job, but to the
community as well (Mitchell et al.). These potential reasons for leaving or continuing a
MREKHOSIRUPDQHPSOR\HH¶VSHUFHSWLRQRIKLVRUKHUVHOIZRUWKDQGGHWHUPLQDWLRQ7KLV
is normal behavior in the greater part of the working world. Managers and employees
alike have a perception of what is required to ensure satisfaction in the workplace. They
both want these factors to be present or made available to help encourage good working
relationships.

Part Four: Job Satisfaction
Job satisfaction can be applied to any worker group or classification or to workers
in general; however, what does the meaning of job satisfaction encompass? Locke
(1968) described job satisfaction as the pleasurable emotional state resulting from the
DSSUDLVDORIRQH¶VMREDVDFKLHYLQJRUIDFLOLWDWLQJWKHDFKLHYHPHQWRIRQH¶s job values.
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He continues that on the other spectrum is job dissatisfaction. This is the unpleasurable
HPRWLRQDOVWDWHUHVXOWLQJIURPWKHDSSUDLVDORIRQH¶VMREDVIUXVWUDWLQJRUEORFNLQJWKH
DWWDLQPHQWRIRQH¶VMREYDOXHVRU as entailing disvalues (Locke). Both of these terms are
DIXQFWLRQRIWKHSHUFHLYHGUHODWLRQVKLSEHWZHHQZKDWRQHZDQWVIURPRQH¶VMREDQGZKDW
one perceives it as involving (Locke). Further, Weiss (2002) states that job satisfaction is
the attitude felWWRZDUGRQH¶VMREEDVHGRQRQH¶VIHHOLQJVEHOLHIVDQGEHKDYLRUV
Research exists that depict how job satisfaction applies to general populations of
workers. Job satisfaction among workers in the U.S. during the 1970s found that job
satisfaction and education, age, occupation, and income were positively linked (Weaver,
1980). In addition, other research has determined that age and job satisfaction typically
has a positive relationship (Laff, 2008; Lee & Wilbur, 1985; Reiner & Zhao, 1999). A
survey by The Conference Board found that Americans in general are growing
increasingly dissatisfied with their jobs (The Conference Board, 2007). This research
also found that the unhappiest workers are found in the 25 and under age group with the
45-54 age range coming in second. Almost half of the 55 and over employees were
satisfied with their current jobs (The Conference Board). Also workers earning $15,000
or less and located in the Middle Atlantic area were the least satisfied in the wages and
location categories. These respondents were satisfied with their co-workers and their
interest in their work (The Conference Board).
Researchers have investigated a specific occupation or profession to determine
similarities and distinctions with job satisfaction. Some examples of professions where
research has been performed to determine job satisfaction is counselor educators, rural
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nurses, business employees, lawyers, and municipal employees (Byers & Others, 1996;
Hill, 2009; Hunsberger et al., 2009; Jurkiewicz & Massey, 1997; Kuchinke, Ardichvili,
Borchert, & Rozanski, 2009). The job satisfaction literature contains almost endless
combinations involving professions, measures of satisfaction, and its affects. This wealth
of research provides commonalities and differences that researchers and administrators
can use to compare and contrast potential differences between varying occupations to
help achieve job satisfaction in their own situations.
The literature also identified various factors that keep employees satisfied in
certain occupations. For example, retention rates were directly related to the
corporate/organizational culture for accounting graduates, thus indicating employees and
WKHZRUNSODFH¶VYDOXHVLPSDFWHPSOR\HHVDWLVIDFWLRQDQGXOWLPDWHO\UHWHQtion (Sheridan,
1992). For IT professionals, communication and worker-supervisor relationships are
important in retaining employees (Luftman, 2008). In addition, Luftman suggested that a
work/life balance, challenging work environment, flexibility, and autonomy help job
motivation specifically for IT employees. Compton (2002) investigated job satisfaction
for members of the Association of Information Technology Professionals (AITP) using
the Job Descriptive Index (JDI) and Job In General (JIG). The results showed that AITP
members showed a high degree of job satisfaction within the categories of work,
promotion, pay, co-workers, and supervision in the JDI and a high degree of satisfaction
as measured by the JIG (Compton). Career progress is an important indicator of job
satisfaction for IT professionals (Cheney & Scarpello, 1986). The potential for career
progress for IT professionals is a concern as well as an indication of remaining in a
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current employment position (Cheney & Scarpello). IT employees remain in their
current job if they are satisfied with its features (Cherlin, 1981).
As expressed earlier, various research has been performed to depict job
satisfaction within information technology. The results have shown that IT professionals
in general have different job satisfaction requirements than non-IT professional (Fitz-enz,
1978; Myers, 1989; Sutherland, 1992). Specifically, research by Computer Weekly
indicated that ,7SURIHVVLRQDOV¶PDLQVRXUFHRIPRWLYDWLRQLVQRWVDODU\ *RRGZLQ 
This survey research, which sampled Computer Weekly readers, found that IT
professionals thought challenging work was the main point of work satisfaction
(Goodwin). Employees in small and mid-sized information technology companies
located in Taiwan showed non-significant relationships between job satisfaction and age,
gender, tenure, and marital status (Chiang & Wang, 2008).

Part Five: Information Technology
Information technology (IT) plays an integral role in almost all parts of society
DQGSHRSOH¶V daily lives. From interacting with the internet to checking appointments on
a personal digital assistant (PDA), information technology touches an array of facets in
everyday happenings. IT services are available and accessible through a variety of
venues and provides infinite resources to people to achieve their work, communication,
education, and entertainment needs (Knowles, 2006; Larrivee, 2008; McManus, 2007).
According to research performed by the Pew Internet & American Life Project, 85% of
American adults use cell phones or the Internet (Horrigan, 2007). Additionally, most of
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American adults use both of these technological trends according to Horrigan. The
Internet has affected our way of life through the means we use to determine information,
goods, and services (Rainie & Horrigan, 2005). Information technology ensures the
H[LVWHQFHDQGSRVVLELOLW\RIFHUWDLQGD\WRGD\DFWLYLWLHVZLWKZKLFKWRGD\¶VFXOWXUHKDV
become dependent.
The vast number of information technology services offered to the public as well
as other areas of industry requires the proper workforce to maintain and build upon
existing equipment, services, and applications. IT professionals can ensure effective and
efficient use of their knowledge and expertise to carry out daily functions. The necessity
of IT professionals is a requirement in most areas of the economy (U. S. Department
Labor, 2008c). These employees provide an array of services ranging from computer
hardware to software to analysis oriented tasks (U. S. Department of Labor, 2008c). A
variety of specialized areas exists within the IT realm. Byrd, Lewis, and Turner (2004)
determined a need for specialization and variety for people in the IT field. This field has
grown from simply being thought of as only programmers to include areas such as
network administration, computer systems analyst, and software engineers (U. S.
Department of Labor, 2008b; U. S. Department of Labor, 2008c). According to the
%XUHDXRI/DERU6WDWLVWLFV¶most recent occupational statistics, information technology
jobs are expected to be among the largest and fastest growing job sectors between 2006
and 2016 (Dohm & Shniper, 2007). This increase of jobs for the IT field is currently
growing more than twice as fast as the average for other occupations (Gregorie, 2008; U.
S. Department of Labor, 2008c). Three of the top thirty growing jobs are in the
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information technology realm (Dohm & Shniper). Network systems and data
communications analysts had the largest percentage increase out of the 30 largest
growing jobs from 2006-2016 with 53.4% (Dohm & Shniper). The Department of
Labor¶V research predicted that America will add 1.5 million information technology jobs
between 2006 and 2016 (Bond, 2008; Dohm & Shniper). Information technology is
continuing to be a highly sought after profession by businesses and industries.
7KH,7ILHOGRIH[SHUWLVHFDQEHIRXQGLQWKHPDMRULW\RIWRGD\¶VLQGXVWULHV
Healthcare, government, legal, agriculture, and finance are a few examples that use IT in
their daily operations or in providing services to their clients (Dohm & Shniper, 2007).
One specific arena that has seen a vast increase in IT use is education. Technology use
has increased in educational learning and is widely utilized in the various education
disciplines (Byers, Byers, Hoadley, & Pike, 2000). The use of technology in education is
not limited to secondary education but also includes higher education (Mooney, 2008).
The Educause Center for Applied Research (ECAR) found that 82.3% of its
undergraduate student respondents [over 27,000 students at four-year and two-year
institutions] utilized course management systems (CMS) several times a week (Caruso &
Salaway, 2008). This same study revealed that the majority of students (59.3%) preferred
moderate amounts of IT in their courses in addition to face time with their instructors
(Caruso & Salaway). Other examples of IT use in higher education can include
classroom teaching tools such as computer and video games, distance education courses,
and podcasts (Kolowich 2009; Marten & Samels, 2007; Mooney 2008).
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With the increase in technology use, specifically in education, education systems
and institutions are hiring new employees and utilizing current employees to provide the
support and qualified knowledge to maintain and implement appropriate technology to
provide resources to faculty, staff, and students. The IT personnel employed at these
educational institutions are even more utilized than before to provide around the clock
support for the vast array of services provided to their constituents. They attempt to stay
abreast of new technologies and are responsible for similar computer environments and
tasks, including hardware, software, training, and user support, as their private industry
counterparts (Carnevale, 2007).
One concern for employers is ensuring proper employees are in place to maintain
necessary business processes and services. The Bureau of Labor Statistics stated that
approximately 40 percent of all US employees will leave their jobs within the next 12
months (Gregorie, 2008). Turnover can be a concern for all sectors, but it is a continuing
concern for IT. Information technology is specifically affected because of the current and
expected future market demand for their staff and expertise. Attracting, developing, and
keeping staff intact is the most important agenda item to IT administration and
management per the Society for Information Management 2007 survey (Luftman, 2008).
Employers are interested, more than ever, in retaining IT staff. The same concept
is also noted as a top point of concern with information technology administrators in
higher education. For several years, EDUCAUSE (a nonprofit association whose mission
is to advance higher education by promoting the intelligent use of information
technology) members have noted IT employee attraction and retention as top issues of
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concern (Guess, 2008; Latimer, 2002). The range of higher educational institutions that
KDYHLGHQWLILHGWKHVH,7FRQFHUQVUHJDUGLQJ('8&$86(¶Vresearch include two year and
four year institutions (EDUCAUSE, 2000). The issue of maintaining a competent IT
staff is an obvious concern for all variations of higher education institutions. This
concern is especially a top priority with public universities as well (Guess).
Companies hire new employees in order to handle workloads and fill vacancies.
Regardless of industry, hiring new staff can encounter several negative aspects. Hiring
new employees incurs not only employment expenses, but a learning curve and a
transition phase compared to an existing employee (Mitchell et al., 2001). These
concerns are true in postsecondary institutions and state government as well (Latimer,
2002; National Association of State Chief Information Officers [NASCIO], 2008).
Newcombe (2002) discovered that almost 87% of state governments lack the IT
personnel they need. Therefore, non-profit and for-profit employers are faced with
finding the optimal solution between retaining current staff or hiring new staff to replace
leaving employees or to increase their workforce.
Employers, in general, are interested in retaining current, knowledgeable
employees. Losing employees can have negative connotations. Organizational culture
and organizational knowledge are two potentially invaluable items that can be lost to
employees leaving an institution (Mitchell et al., 2001). However, employers are faced
with how to maintain efficient and satisfied staff with the resources at hand. Research
has provided varying opinions as to what employers can do to retain employees by
meeting their job satisfaction factors or motivation needs.
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The research literature discusses various philosophies and models related to
determining job satisfaction. Examples of the theories found in today¶VOLWHUDWXUHand this
research study that relate to this aspect of employment include those from Herzberg,
Locke, Judge, Maslow, Hackman and Oldham. Key to these approaches is that they all
believe employee fulfillment is needed to motivate employees, and factors that improve
job satisfaction are central to achieve this goal (Mak & Sockel, 2001). Thus, job
satisfaction is an important feature for employee motivation and retention (Mak &
Sockel).
IT professionals encompass various interests related to job satisfaction.
Information technology professionals employed in higher education may offer unique
factors that contribute to their job satisfaction. The following section further divulges
how higher education, specifically community colleges, are interacting and intertwined
with information technology and the people that provide this vital assistance.

Part Six: Higher Education - Community Colleges
+LJKHUHGXFDWLRQRIIHUVVRFLHW\DPHDQVWRHQKDQFHRQH¶VIXWXUH7KHVH
institutions of higher learning provide educational experiences to meet the demands of
their constituents. This statement is especially applicable to community colleges.
Community colleges have an open door policy, which provides educational opportunities
and service to anyone (Vaughan, 2006). These higher education institutions range in
size, location, and offerings. According to the National Center for Education Statistics
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(NCES), community colleges in the U.S. enrolled 6.2 million students (Provasnik &
Planty, 2008).
One area that is receiving more attention at community colleges is the role of IT.
As the focus of student services, IT is providing more technological avenues to support
the needs of the community college (Stout, 2007). One example of technology that is
being utilized heavily by community college students is email. Email is the preferred
method of college communication for community college students according to research
conducted by Caruso (2007). In addition to their current responsibilities, which typically
includes the enterprise resource planning system (ERP) and infrastructure, IT
departments are implementing and maintaining additional systems and data requests to
better serve and judge the progress of programs and initiatives at their respective college
(Stout). Community college students also requested a stronger preference for either
extensive or exclusive use of IT in their courses, which was a higher response than their
four-year university counterparts (Caruso). In addition, 63.8% of community college
students agreed or strongly agreed that the use of IT in their classes improved learning
(Caruso). IT professionals are also tasked with learning new methods and technology in
order to provide support for departments and students (Stout). Even though some
community colleges are equal to four year institutions in regards to budget, campus size,
and student enrollment, the majority of community colleges are normally running smaller
operations as well as a smaller operational budget, especially in Mississippi.
Past research has answered various types of questions regarding motivation and
work. Research has been done to determine motivators for IT professionals in general
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along with different aspects of higher education, but very little research exists in specific
IT arenas in higher education. This is especially true with community colleges. Bennett
(2006) provided results of job satisfaction and training for IT professionals in higher
education. Additionally, research has been conducted in higher education or government
settings. Job satisfaction research has been determined for state agencies, non-faculty
personnel in higher education, online faculty, and federal government employees
(Findley, 2007; Satterlee, 2008; Thatcher, Liu, Stepina, Goodman, & Treadway, 2006;
Ting, 1997). The area this body of research involved is IT professionals, specifically, IT
employees working at a community or junior college in Mississippi. The combination of
IT and higher education are not unique, but these areas were the basis of determining job
satisfaction factors for IT professionals employed at Mississippi community colleges.
The remainder of this document presents the methods of how job satisfaction was
measured, interpreted, and applied. This research study provided insight as to how higher
education administration can better utilize and grow their IT talent.

30

CHAPTER III
METHODOLOGY
This research study examined job satisfaction of information technology
employees in Mississippi who are employed at institutions of higher learning, specifically
community colleges. Survey research was utilized to collect data for analysis for this
particular research study. In addition, statistical methods were used to determine the
relationships between the factors of job satisfaction of IT employees. This research
received Institutional Research Board (IRB) approval from Mississippi State University.
The approval letter can be found in Appendix I.

Population / Sample
The population consisted of all IT professionals employed at ten community
colleges in Mississippi. These institutions were surveyed via the Internet. These
institutions included Coahoma Community College, Copiah-Lincoln Community
College, East Central Community College, East Mississippi Community College, Hinds
Community College, Holmes Community College, Itawamba Community College,
Meridian Community College, Northwest Mississippi Community College, and
Southwest Mississippi Community College. The population consisted of 90
professionals.
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Sample Selection
Upon receiving IRB approval from the Office of Regulatory Compliance at
Mississippi State University, the researcher began contacting Mississippi community and
junior colleges regarding this body of research. The population initially included
contacting the presidents of the 15 community and junior colleges in Mississippi. Each
president was emailed requesting his or her permission to conduct this research at his or
her respective institution. The email script is available in Appendix A. The researcher
received permission from 12 of the 15 community college presidents; however, only 10
of the 15 community colleges provided the necessary survey contact information for their
IT employees during the allotted time period. The time period, where the researcher
contacted the presidents and awaited a response, lasted approximately two weeks during
May of 2009. If the president did not respond, another email request was sent a week
after the initial request. The reminder email consisted of the exact same contents as the
initial email message. Again, this can be viewed in Appendix A.
After receiving approval from the community college president, the researcher
began the process of obtaining the necessary email addresses for that institution's IT staff.
This procedure was accomplished in various ways. The majority of the presidents had
their IT directors or equivalents email the researcher the list of email addresses. Other
VFHQDULRVLQFOXGHGWKHUHVHDUFKHUXVLQJWKHFRPPXQLW\FROOHJH¶VRQOLQHVWDIIGLUHFWRU\WR
retrieve the email addresses, the researcher emailing the appointed designee from the
president (typically the IT director or a vice president) requesting the information, and the
president actually providing the email addresses. If the person contacted requesting the
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IT employee email addresses did not respond within a week of the initial request, the
researcher emailed the contact person again. The initial and reminder email were the
same message, and an example email can be found in Appendix G. The time frame
allotted for requesting and receiving the email addresses lasted approximately two weeks
once the president provided his or her approval to conduct this research and provided the
necessary contact information to retrieve the email addresses. This process occurred
during the months of May and June 2009, and the information retrieval procedure lasted
for approximately four weeks.
Once approval was granted and the necessary email addresses were received from
the community colleges, an email was sent to the IT employees at the approved
institutions to complete the survey. The initial email is included in Appendix C. The
population consisted of 90 IT professionals that were employed at one of the following
community colleges during June of 2009: Coahoma Community College, CopiahLincoln Community College, East Central Community College, East Mississippi
Community College, Hinds Community College, Holmes Community College, Itawamba
Community College, Meridian Community College, Northwest Mississippi Community
College, and Southwest Mississippi Community College.

Instrumentation
Three instruments were used to collect the data for this research study. These
included a pilot survey, the abridged Job Descriptive Index (aJDI), and the abridged Job
in General (aJIG) tool. The researcher obtained the permission of the JDI Research
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Group to use the aJDI and aJIG instruments for this research study. These two tools are
available in an abridged format to help reduce survey completion time and survey space
(Stanton et al., 2001). The abridged versions, which are simply shorten versions of the
original forms, were chosen for this research because of their popularity and continued
exploration to ensure validity and reliability in addition to furthering the job satisfaction
research arena. Appendix H provides the correspondence and details regarding this
request and permission. The following paragraphs provide descriptive information and
instrument reliability.
Initially, a pilot study was conducted to determine the content validity of the webbased survey that was created via Survey Monkey. The pilot study included eleven IT
professionals employed at an IT consulting firm. Additionally, four research experts in
academia were also included in this group to check the survey tool for content validity.
The notification and delivery of the survey were also tested with this group to ensure
these processes were efficient, appropriate, and effective. The pilot study group provided
feedback and time estimates of utilizing the survey tool which consisted of the aJDI,
aJIG, and demographic questions. The pilot survey tool also provided an open ended
question for the respondent to provide suggestions, corrections, or ideas regarding the
survey format and questions. The feedback consisted of typographical and wording
concerns. The pilot data was not included in the survey results. The pilot survey
instrument is available in Appendix F. The pilot study time frame lasted for
approximately two weeks during June 2009.
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The Job Descriptive Index (JDI) was first described by Smith, Kendall, and
+XOLQ¶V(1969) publication, Measurement of Satisfaction in Work and Retirement. The
JDI measures five aspects of job satisfaction. These include work on present job, present
pay, opportunities for promotion, supervision, and co-workers. The JDI measures job
satisfaction based on these specific facets. It still remains one of the most widely used
and most popular job satisfaction measures (Buckley, Carraher, & Cote, 1992; DeMeuse,
1985; Zedeck, 1987).
A considerable body of research on the instrument since its publication has
provided support for its reliability, popularity, and validity (Balzer et al., 2000). The
validation of the JDI was to follow a sequential research strategy, which used evidence
for discriminant and convergent validity within and across samples. A strategy was
devised to collect and analyze data from a variety of jobs and samples (Balzer et al.).
This process began in 1959 and covered a five year period. During this time four studies
were conducted that used four different samples. The results from these studies found
that, based on cluster and factor analyses, the JDI measures possessed high levels of
discriminant and convergent validity. Other findings included item loadings on its
relevant factor were typically higher than their loadings on the other specific factors.
Thus, the JDI appears to provide discriminable facets of the job in a reliable and valid
format (Balzer et al.).
Another item of interest that was divulged from this research was the format of
the scoring of the JDI. The direct scoring procedure was the best response format since
people appeared to describe their current jobs relative to alternatives and more
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computations of differences between current job and best or worst job had a negative
effect (Balzer et al., 2000). Additionally, the negative statements used reversed scoring
which were found to encompass similar loadings as the positive statements. This
suggested that both types of items could be utilized and that the number of each category
of item within a scale did not have to be balanced (Balzer et al.).
The last finding of this initial research of the JDI determined that subsequent
studies deemed that the JDI scales correlated with behavioral measures such as
termination decisions (Balzer et al., 2000). Also, differences in organizations were
found. Personal traits were another aspect of the variable determined to be represented
with JDI use. The combination of the individual, behavioral, and situational parameters
within the JDI provide support for the usefulness as an organizational diagnosis and
evaluation tool (Balzer et al.).
As time passes, changes occur in the workforce and workplace. With this in
mind, the JDI tool has also been revised to accommodate change since its inception. The
1985 revision of the JDI included changes to incorporate items that showed increased
internal consistency with other item scales, showed greater discrimination between high
and low scorers and improved accuracy in some portion of the scale (Balzer et al., 2000).
These new items replaced items that showed uneven effectiveness and were less relevant
in the current workplace.
In 1997, the JDI was once again revised to incorporate changes into the JDI work
subscale section. Low factor loadings and low item total correlations of the tiring,
healthful, too much to do, and frustrating items were removed from the work scale
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(Balzer et al., 2000). These were replaced with the dull, uninteresting, can see results,
and uses my abilities items, which improved the coefficient alpha of the work scale
observed in the national sample included in this particular research. These items also
represent a stress component (Balzer et al.). Stress and work satisfaction have been
viewed as well-defined ideals, thus causing the work scale to be revised. Data analyses
suggested that the revised work scale is more internally consistent and offers a measure
of work satisfaction more distinct from the construct of stress (Balzer et al.).
Coefficient alpha estimates of reliability for the JDI and JIG from the 1997
revision are presented in the table (Table 1) below (Cronbach, 1951; Balzer et al., 2000).
Table 1 &RHIILFLHQW$OSKD Į 9DOXHVIRUWKH-',DQG-,* DSSUR[LPDWHO\
1,600 cases) from 1997 JDI and JIG National Norm Data
Facets

Į

n

Job Descriptive Index
Work

.90 1623

Pay

.86 1603

Opportunities for Promotion

.87 1611

Supervision

.91 1613

Co-workers

.91 1615

Job in General

.92 1629

However, this research utilized the recently developed abridged version. The
abridged version of the JDI was created because of trends in the organizational research
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realm. One is that job satisfaction is infrequently measured in isolation but is calculated
alongside numerous other constructs (Ganzach, 1998; Stanton et al., 2001). Therefore,
increasing the number of constructs used to measure job satisfaction ultimately means a
longer survey tool for participants to complete. Another trend is that many organizational
members feel they are surveyed too much thus increasing the possibility of nonresponse
(Rogelberg, 1998; Rogelberg & Luong, 1998). The two factors indicated that a
shortened, psychometrically sound job satisfaction survey tool would be beneficial
(Stanton et al.).
These developments encompassed in a shortened tool also help continue the
popularity of the JDI. The JDI full version consists of a total of 72 items with each
question using short and descriptive words or phrases (Balzer et al., 2000; ³3XUSRVH,´
n.d., para. 4; Stanton et al., 2001). The abridged Job Descriptive Index (aJDI) contains a
total of 25 questions with five questions coming from each of the five JDI facets
(³3XUSRVH´QGSDUD5XVVHOOHWDO, 2004). The abridged version of the JDI (aJDI) is
simply a shortened version of the JDI. The aJDI was abbreviated using a combination of
the psychometric/rational strategy for scale reduction. This was completed in 2000
(Balzer et al.; Stanton et al.). The aJDI was chosen for this study because it would reduce
the survey time for participants compared to the original, full version JDI (Balzer et al.).
Reliability and validity are still strong with the abridged JDI (³0HDVXUHV´, n.d.,
para. 4; Stanton et al., 2001). The goal in creating the aJDI was to preserve the desirable
traits of the well-known and popular JDI (Stanton et al.). This was accomplished by
Stanton and his team (2001) obtaining a set of measures that displayed similar patterns of
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correlations with external criteria, such as the JIG. The abridged version of the JDI
reduces the item count, survey space and administration time (Balzer et al., 2000; Stanton
et al.) as compared to the full version of the JDI. It also is very good at discriminating
among individuals and groups with low satisfaction (Balzer et al.). One note is that even
with this ability, because of the reduced number of scale points; the aJDI is less optimal
than the complete version at discriminating very high satisfaction (Balzer et al.).
Each question on the aJDI consists of scales where respondents are asked to think
of their current job and decide how well each of the words or phrases describes a certain
aspect of their job. If RQHFKRRVHV³<HV´WKHZRUGVRUSKUDVHGHSLFWVWKHFXUUHQWZRUN
HQYLURQPHQW7KHFKRLFHRI³1R´GRHVQRWGHVFULEHWKHFXUUHQWZRUNHQYLURQPHQW7KH
RWKHUFKRLFHRI³8QGHFLGHG´LVDYDLODEOHLIQHLWKHU³<HV´RU³1R´LVDSSOLFDEOHIRUWKH
current work environment. Answers will be coded as positive, negative, or neutral
(Balzer et al., 2000). The coding will be determined by the nature of the question. For
H[DPSOHRQHTXHVWLRQDVNVLIWKHUHVSRQGHQW¶VVXSHUYLVRUSUDLVHVJRRGZRUN)RUWKLV
question, if WKHDQVZHULV³<HV´WKHLWHPUHVSRQVHZRXOGEHFRGHGSRVLWLYHDQGDVVLJQHG
DYDOXHRI,IDUHVSRQGHQWDQVZHUV³1R´WRWKLVTXHVWLRQWKHTXHVWLRQLVFRGHG
negative and assigned a value of 0. On the other hand, respondents will be asked if their
curreQWVXSHUYLVRULVDQQR\LQJ,I³<HV´LVFKRVHQWKHUHVSRQVHZLOOEHFRGHGnegative
DQGDVVLJQHGDYDOXHRI,IDUHVSRQGHQWSURYLGHVWKHDQVZHURI³1R´WKHQWKHTXHVWLRQ
is coded positive and assigned a value of 3. Regardless of the nature of the question as
GHVFULEHGLQWKHVHH[DPSOHVDQVZHUVRI³8QGHFLGHG´ZLOOEHFRGHGZLWKD value of 1.
Once the results of the survey are coded and assigned values, each scale is totaled to
39

obtain a satisfaction score for each of the five job facets. The total score for each aspect
can range from 0 to 15. High scores reveal satisfaction with the specific job facet, and
lower scores indicate a state of lesser satisfaction. Generally, the middle range of
possible scale scores tends to be the neutral point of job satisfaction using the JDI and
JIG (Balzer et al.). Therefore, 7.5 would typically be the approximate neutral range for
the aJDI.
The Job In General (JIG) is normally coupled with the JDI, and the JIG scale
evaluates overall job satisfaction (Ironson et al., 1989; ³3XUSRVH´ n.d., para. 3). This
instrument has been proven to predict intentions above and beyond the JDI. This is
because of the fact that employees could be satisfied with some job aspects while being
dissatisfied with other job facets, thus the end results of JDI could not accurately depict
how a respondent feels in general with their overall job satisfaction (Ironson et al.; Smith
et al., 1969; Spector, 1997). The original JIG contained 18 items (Ironson et al.). Since
an abridged version of the JDI was created, an abridged version of the JIG was also
created ³0HDVXUHV´QGSDUD . Again, these two instruments are both normally
administered in conjunction with each other. The abridged JIG (aJIG) contains a total of
8 items with a total possible score of 24. The scoring scales for the aJIG are the same as
the aJDI scores, which were described earlier. Either a value of 0, 1, or 3 are assigned to
responses depending on the positive or negative connotation of the question as described
for the JDI. With a total score of 24 on the aJIG, the approximate neutral range would be
12 for this tool.
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The abridged Job Descriptive Index (aJDI), abridged Job In General (aJIG) scale,
and demographic questions comprised the survey instrument utilized in this research
(Balzer et al., 2000; Curry, 2007; Graverson, 2008; ³-RE'HVFULSWLRQV,´QG). The
complete survey was reviewed ahead of time by varying levels of IT employees at a
regional IT consulting business as well as four research professionals. This was
performed in order to check the survey instrument for relevance, appropriateness, and
clarity. The researcher designed questions related to demographic, geographic, and job
satisfaction information. These additional job satisfaction questions were required to
provide insight to further the research at hand. The survey was administered online via
Survey Monkey.
In the demographic section of the survey, information including gender, age,
income, education, race, employer, work experience, location, and job title were
requested (Curry, 2007; Graverson, 2008³-RE'HVFULSWLRQV,´QG). Some of these
additional demographic questions were included in order to use the aJDI and aJIG for
research purposes. Specifically, these included questions related to age, time in job,
gender, job WLWOHSHUVRQ¶V]LSFRGHDQGHPSOR\HU¶V zip code. There was no identifying
information collected from respondents to encourage thorough and accurate responses.

Survey
The online survey was created and administered by the researcher via Survey
Monkey. It consisted of 20 questions, which also included demographic questions. The
survey included preliminary questions to ensure the respondents were part of the
41

contacted population. The survey tool utilized was the aJDI and the aJIG, which are
continuously maintained by the JDI Research Group at Bowling Green State University.
In addition, the survey also incorporated demographic questions such as age, income,
gender, work experience, IT work experience, employment status, location, and
education level. Appendix C provides the initial emailed request sent to the IT
professionals about this research survey. The survey request was sent during June 2009.
The researcher assumed each participant would complete the survey one time
only. In an attempt to address this limitation, the online survey was administered to only
allow one survey attempt per computer instead of potentially allowing for multiple
attempts per respondent. In other words, once the survey had been completed on a
particular computer, no one else could complete the survey on the same computer. This
was done to provide a safeguard to allow only one attempt per participant. The survey
was available to the population for approximately two weeks. Out of these 90 initial
survey requests, 30 surveys were attempted. The complete survey instrument is in
Appendix B.
A reminder email was sent to potential survey participants a week after the initial
email request was sent, which is also available in Appendix D. A reminder email has
been shown to improve response rates (Dingfelder, 2006; Evans & Mathur, 2005). Since
no identifying information was collected, the reminder email was sent to the entire
population. The reminder email included a statement at the beginning of the message to
disregard the email if the recipient had already completed the survey. Again, the
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safeguard of not allowing multiple attempts would also help keep respondents that had
already completed the survey from doing so again.

Reliability of Survey
&URQEDFK¶VDOSKDZDVFRPSXWHGIRUWKHVXEVFDOHVRIWKHD-',DQGWKHD-,*WRWHVW
UHOLDELOLW\RIWKHVXUYH\WRRO7KH&URQEDFK¶VDOSKDVKRZHGKLJKUHOLDELOLW\IRUHDFKIDFHW
RIWKHD-',,QWHUSUHWLQJ&URQEDFK¶VDOSKDWKHFORVHUWRWKHKLJKHUWhe reliability.
Out of the five aJDI facets, the pay facet had the lowest result of .70, and the work
VXEVFDOHKDGWKHKLJKHVWUHOLDELOLW\PDUNZLWK7KH&URQEDFK¶VDOSKDIRUWKHD-,*
was high as well with a score of .83. Table 2 depicts the results.

Table 2 Cronbach AOSKD Į 9DOXHVIRUD-',DQGD-,*6XUYH\5HVXOWV N=30)
Job Facet Category

Į

Number of
Items

aJDI Facets
Work

.94

5

Pay

.70

5

Opportunities for Promotion

.90

5

Supervision

.89

5

Co-workers

.90

5

.83

8

aJIG
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Data Collection
Each organization in the population was contacted by the researcher to determine
the best way to identify all IT personnel. In general, the first point of contact was the
pUHVLGHQW¶Voffice at the higher education institutions. The researcher requested
permission to conduct this research at the particular two year institution. Twelve of the
fifteen community and junior colleges gave their consent to conduct this research;
however, only ten provided the necessary IT personnel information. Appendix A
contains the email requesting permission to conduct this research at community and
junior colleges in Mississippi.
Depending on the pUHVLGHQW¶VUHVSRQVHWKHFRXUVHRIDFWLRQUHTXHVWHGto obtain
the contact information varied. The majority of the survey emails were provided to the
researcher by the appropriate vice president or director of information technology at the
particular community college. In other instances the information was provided by the
president himself or the researcher was directed to online directories to retrieve the
information. Once the personnel were determined, these employees were sent a link to
the survey through email. The emailed survey request is located in Appendix C. The
survey included questions detailing their job satisfaction perceptions along with
demographic and work related questions. The survey is contained in Appendix B.
The instrumentation also provided preliminary questions developed by the
researcher to ensure the person completing the survey was an IT professional at one of
the approved educational institutions. This helped with any potential issues related to
pinpointing IT staff for this research and to ensure the survey was completed by the
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appropriate personnel. A week after the initial email, a reminder email was sent to
participants. The reminder email script can be found in Appendix D.
Thirty completed surveys were returned in their entirety; thus, there were no
voided surveys from the population (response rate = approximately 30%). With the
sample size being relatively small, there are limitations because of small sample bias in
the research results. The findings of this research are based on the completed surveys by
IT employees at Mississippi community colleges. The survey results were uploaded into
the Statistics Package for Social Sciences (SPSS) version 16 from Survey Monkey via a
download of the raw data. The data were coded to coordinate with the normal coding
standards for demographic information within Survey Monkey. For example, males were
coded 1, and females were coded 2. The data coordinating to the aJDI and aJIG
questions was also coded to adhere to the aJDI and aJIG alternate standards as mentioned
previously in this document (Balzer et al., 2000). Answers were coded as 1=Yes, 2=No,
and 3=Undecided. After this alternative coding, the data were converted into the
appropriate values determined by the context of the question. The values consisted of
either 0 or 3 for a Yes or No response based on the context of the question while
Undetermined was coded as 1. Once this was completed, the reverse-coding and
computing scores were conducted. SPSS was utilized to accomplish these tasks as well.
Since there were no missing survey responses, SPSS did not have to be programmed to
adjust for this situation. In order to provide insight into the research questions posed at
the beginning of this document, a t-test was performed to determine any significance
between years of work experience and feelings towards job satisfaction in general. More
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specifically, the research question was concerned with determining any significant
relationship between IT employees with 21 years or more work experience and IT
employees with 20 years or less experience. A t-test was utilized since this robust
statistical measure can control for small sample sizes.

Data Analysis
Once collected, the data were analyzed to determine the most critical factors for
job satisfaction for IT employees at Mississippi community colleges. Analysis of the
data was conducted through the use of the Statistical Package for Social Sciences (SPSS)
version 16. Data were coded to provide analysis of the findings based on the
requirements provided with administering the aJDI and the aJIG survey tools. This
involved coding the data according to aJDI and aJIG standards in order for accurate
LQWHUSUHWDWLRQV7KHV\QWD[XVHG < 1DQG "DVGHVFULEHGLQWKH-',8VHU¶V
manual to make converting the data easier when using a computerized data file (Balzer et
al., 2000). Table 3 provides an example of how the present pay facet questions of the
aJDI were coded using the alternative format.
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Table 3 Alternate Format for aJDI
Present Pay Facet ± aJDI
Question

Yes

No

Undecided (?)

1

2

3

Fair

1

2

3

Insecure

1

2

3

Well paid

1

2

3

Underpaid

1

2

3

Income adequate for normal
expenses

Using this alternative format, the coding syntax then converted the 1, 2, 3 entries
into the appropriate scales of 3, 0, or 1. After this step, reverse scoring was performed to
correctly score negative responses to the surveys. Thus in these situations a ³Yes´
response would be worth 0 points and a ³No´ response would be worth 3 points. The
code created a scale total only if there are 0 or 1 missing responses for the subscales on
the aJDI. The aJIG can have up to 2 missing responses in order for the completed survey
to be calculated. Table 4 depicts an example of how the recoding of the Present Pay facet
questions was performed. Appendix E provides the scoring key for all the aJDI and aJIG
questions.
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Table 4 Scoring Key for aJIG (1997 Revision)
Present Pay Facet ± aJDI
Question

Yes

No

Undecided (?)

Income adequate for normal expenses

3

0

1

Fair

3

0

1

Insecure

0

3

1

Well paid

3

0

1

Underpaid

0

3

1

Additionally, SPSS was utilized to determine any statistical significances and
provide descriptive statistics found in this data set (N=30). Pearson correlations were
performed to determine any significance between the different categories within the aJDI
and aJIG survey tools. These facets included work, co-workers, pay, promotion,
supervision, and the job in general. Statistical analysis was also performed to determine
if there were any significant relationships based on the number of years spent in the
workforce. More specifically, the work experience variable was coded in SPSS to
determine if the respondents had worked for 20 years or less or 21 years or more in the
workforce. Additionally, a t-test was the chosen statistical process to determine any
significant relationship between work experience and satisfaction with the job in general.
Chapter four provides further information regarding the results of the data
analysis yielded from the survey responses. The statistical findings of this study are also
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included in the following section of this body of research. This chapter also focused on
the answers to the three research questions posed earlier in this study.
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CHAPTER IV
FINDINGS
The purpose of this research was to determine the areas of job satisfaction for IT
employees at Mississippi community colleges. This research determined the job
satisfaction factors as described and measured via the abridged Job Descriptive Index
(aJDI) and the abridged Job in General (aJIG) survey instrument (Balzer et al., 2000).
This chapter includes an analysis of the findings.

Results of Survey
The following table (Table 5) provides a display of the demographic information.
Details are presented from the 30 completed surveys.
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Table 5 Demographic Descriptions of Survey Sample (N=30)
n

%

Male

22

73.3

Female

8

26.7

40 years old or younger

15

50.0

41 years old or older

15

50.0

$15,000-24,999

1

3.3

$25,000-34,999

5

16.7

$35,000-49,999

8

26.7

$50,000-74,999

14

46.7

$75,000-99,999

2

6.7

$VVRFLDWH¶V'HJUHH

12

40.0

%DFKHORU¶V'HJUHH

11

36.7

0DVWHU¶V'HJUHH

6

20.0

Doctorate Degree or higher

1

3.3

Demographic Item
Gender

Age

Income

Highest Education Level
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Table 5 (continued)
n

%

White

29

96.7

Other

1

3.3

10 Years or Less

13

43.3

11 Years or More

17

56.7

20 Years or Less

15

50.0

21 Years or More

15

50.0

Full-time

29

96.7

Part-time

1

3.3

29

96.7

1

3.3

Demographic Item
Race

IT Work Experience

Total Work Experience

Employment Status

Job Title
Application Developer/
Programmer
Database Administrator
(DBA)
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The demographic makeup of the survey sample was comprised of 73.3% males
and 26.7% females from the 30 survey respondents. Almost half of the respondents
(46.7%) fell into the $50,000-74,999 income range with the next highest range being the
$35,000-49,999 at 26.7%. All respondents had achieved a degree higher than a high
school diploma with the most respondents having an associate¶V degree as their highest
obtained degree. Forty percent of respondents held an associate¶V degree, 36.7% had
completed a bachelor¶s degree, 20.0% held a master¶s degree, and 3.3% had a doctorate
degree or higher respectively. Survey respondents were primarily Caucasian with 96.7%
comprising the survey population. The sample was evenly distributed for total work
experience with employees working 20 years or less compared to employees working 21
years or more with both ranges having 50.0% of the respondents. Similarly, comparing
respondents with 10 or less years in IT comprised 43.3% of the sample while 56.7% had
11 or more years experience in IT. The majority of the survey respondents worked fulltime and had the job title of application developer/programmer. Both of these
demographic areas were comprised of 96.7% of the respondents.

Research Question One
The first research question for this research study focused on which job facet of
the aJDI did IT workers at Mississippi community colleges deem as the most satisfying.
These statistics are shown in Table 6.
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Table 6 Descriptive Statistics of aJDI and aJIG Survey Results (N=30)
Job Facet Category

Score

M

SD

Range
aJDI Facets
Work

0-15

13.90

3.57

Pay

0-15

8.60

3.93

Opportunities for

0-15

8.30

5.73

Supervision

0-15

12.23

4.74

Co-workers

0-15

12.67

4.38

0-24

21.70

4.50

Promotion

aJIG

IT employees at Mississippi community colleges were generally satisfied with all
facets of the aJDI, however, the facet with the highest satisfaction rating was the work
facet (M=13.90, SD=3.57). Therefore, the work itself was the most satisfying facet for IT
employees at Mississippi community colleges. Co-workers (M=12.67, SD=4.38) and
supervision (M=12.23, SD=4.74) were also high levels of job satisfaction for these
employees. The lowest facet was opportunities for promotion (M=8.30, SD=5.73).
Additionally, pay was also at a lower satisfaction level compared to other facets with an
M=8.60 and SD=3.93.
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Figure 5 below depicts the minimum, maximum, and median scores of the survey
results from both tools garnered from IT employees at community colleges in
Mississippi. As shown, the work, supervision, and co-worker facet responses ranged
from a low of zero to the highest possible score of 15.

25

24.00

20

S
c 15
o
r
10
e
s

15.00

15.00

9.00
7.00

15.00

Median

5

0

Job Facets

Figure 5 Profile of aJDI and aJIG for Survey Results (N=30)

These same three areas also had a median score of 15 though their mean was
below 15 (Work, M=13.90; Supervision, M=12.23; Co-workers, M=12.67). Work, coworkers, and supervision also held the top three job areas with the most satisfaction. The
remaining facets, pay and promotion, showed the two lowest medians and means of the
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five aJDI job areas. However, the mean was higher than the neutral point of 7.5 for pay
(M=8.60) and promotion (M=8.30). The aJIG scores ranged from a low of six to a high
of 24 and had a median of 24.

Research Question Two
In general, Mississippi community college IT employees were highly satisfied
with their jobs (M=21.70, SD=4.50). This answered the second research question
regarding IT employees at Mississippi community colleges being happy with their jobs
overall. This scale depicts that even though employees may be more satisfied in certain
job facets, overall IT employees were satisfied with their current positions. Table 6
depicts more information regarding the score range, means, and standard deviations for
the aJDI and aJIG survey results.

Research Question Three
To answer the research question if the number of years in the workforce plays a
role in job satisfaction in general, descriptive statistics and an independent samples t-test
were performed on the data. The independent variable was the number of years in the
workforce. Level one for the independent variable is IT employees with 20 years or less
in the workforce. Level two consists of IT employees with 21 or more years in the
workforce. This division was based on people working for approximately 40 years
before retiring and simply splitting the workforce by the midpoint of the total number of
working years. The following paragraphs and table (Table 7) provide the results to the
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question regarding whether a significant difference exists between IT employees with 21
years of work experience and IT employees with 20 years or less work experience.

Table 7 Descriptive Statistics of Survey Results Grouped by Total Work Experience
in Years
Job Facet

Work
Experience

aJIG

Work

Pay

Promotion

Supervisor

Co-workers

n

M

SD

20 yrs or less

15

20.87

5.78

21 yrs or more

15

22.53

2.64

20 yrs or less

15

12.80

4.87

21 yrs or less

15

15.00

0.00

20 yrs or less

15

7.53

4.00

21 yrs or more

15

9.67

3.678

20 yrs or less

15

8.47

5.71

21 yrs or more

15

8.13

5.95

20 yrs or less

15

13.00

3.53

21 yrs or more

15

11.47

5.73

20 yrs or less

15

10.80

5.54

21 yrs or more

15

14.53

1.25
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The descriptive statistics between the two evenly distributed groups are shown in
Table 7. The two groups were fairly similar in regards to the means in all the job
satisfaction categories. Co-workers held the largest difference between the means of the
two groups with employees having more than 20 years of work experience being more
satisfied with their co-workers than their less experienced counterparts. Work and pay
were the next categories with somewhat of a difference in their means. Workers with 20
years or less work experience had an M=12.80, SD=4.87 for the work itself and
employees with more than 20 years in the workforce had an M=15.00, SD=0.00 for the
same facet. Respectively, employees with 20 years or less in the workforce had a lower
mean and satisfaction (M=7.53, SD=4.00) for pay then those with more experience
(M=9.67, SD=3.68). Promotion is the category where both groups have almost exactly
the same satisfaction level with M=8.47, SD=5.71 for 20 years or less of work experience
and M=8.13, SD=5.95 for employees with more than 20 years experience.
Due to the sample being small in nature, a histogram was created to depict the
normal distribution of the groups for total years in the workforce. Figure 6 depicts this
distribution.
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Figure 6 Histogram of Total Years in Workforce of IT Professionals (N=30)

Table 8 provides the results of an independent samples t-test based on the total
years in the workforce as of the time the survey was completed. The following
paragraphs discuss the significant relationships found via this statistical process.
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Table 8 Independent Samples t-Test Results for aJIG (IV=Total Years in Workforce)
/HYHQH¶V7HVW
for Equality of
Variances
F
Sig.
aJIG Equal variances
assumed
Equal variances
not assumed

1.727

t-test for Equality Measures

.200

T

df
28

Sig. (2tailed)
.318

Mean
Difference
-1.667

-1.016
-1.016

19.606

.322

-1.667

An independent samples t-test was conducted to compare IT employees with 20
years or less of work experience to IT employees with 21 years or more of work
experience. There was not a significant difference between the two levels of the
independent variable in regards to the aJIG facet. The test of differences between scores
for workers with 20 years or less in the workforce (M=20.87, SD=5.78) and workers with
21 or more years in the workforce (M=22.53, SD=2.64) resulted with t(28) = -1.016,
p=.318. These results suggest that regardless of the number of years in the workforce
there is no difference between how satisfied an employee is with his or her job in general.
Specifically, the number of years in the workforce did not significantly differ regarding
the level of general job satisfaction for IT employees at Mississippi community and
junior colleges.
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Relationships Between aJDI Facets and aJIG
As part of the programming in SPSS to determine the results of the aJDI and
aJIG, an intercorrelation matrix was developed for the facet areas to determine any
significant relationships. The relationships between work, supervision, co-workers,
promotion, pay, and the job in general were examined. The table below (Table 9)
provides the results of this statistical process.

Table 9 Correlations for aJDI and aJIG Survey Results
aJDI

aJIG
Co-

Work Pay Promotion Supervision Workers
aJDI
Work

--

Pay

.012

--

Promotion

.224

.059

--

Supervision .328

.170

.423*

--

Co-workers .413* .216

.378*

.024

--

.580**

.329

.679**

aJIG

.605** .128

Note: (N=30 ) *p< .05, two tails; **p < .01, two tails
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--

There were several significant correlations between the aJDI facets and aJIG. The
work (r(28)=.605, p<.01), promotion (r(28)=.580, p<.01), and co-worker (r(28)=.679,
p<.01) facets all had statistically significant relationships with the job in general
category. According to Holcomb (as cited in Brown, 2007, slide 11), correlations
between .50 and .74 are moderately strong. Therefore, these three interactions provided a
moderately strong level of strength.
Additionally, the co-worker category had significant relationships with several
other job satisfaction facets. Work and co-workers are one such correlation having
r(28)=.413, p<.05. Promotion and co-workers also shared a significant relationship,
r(28)=.378, p<.05. The only significant relationship held with supervision is promotion
having r(28)=.423, p<.05. Holcomb stated (as cited in Brown, 2007, slide 11) that
correlations between .25 and .49 represent moderate relationships. Consequently, these
scenarios fell within this range and level of strength.
All the relationships that were statistically significant depicted positive, direct
relationships. Pay had no significant relationships with any of the other job satisfaction
facets within the aJDI and aJIG. All the significant relationships were based on p<.05 (2tailed) or p<.01 (2-tailed).
Chapter five provides more analysis, summaries, and conclusions based upon the
statistical findings of this research. Reasoning behind the results of the survey is also
discussed. Furthermore, several recommendations are suggested by the researcher.
These include suggestions on how to rectify lower job satisfaction in the specified areas,
ways to continue high levels of satisfaction, and thoughts and suggestions on how to
62

further this body of research. Immediately following chapter five, the remainder of this
document includes the references and appendices used within this research study.
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CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
The purpose of this study was to determine the factors that influence job
satisfaction with IT professionals employed at institutions of higher education in the state
of Mississippi, specifically community and junior colleges. Out of the fifteen community
and junior colleges, ten provided the necessary information to participate in the research
though twelve of the institutions gave their consent to conduct this body of research. The
ten Mississippi community colleges that participated were comprised of Coahoma
Community College, Copiah-Lincoln Community College, East Central Community
College, East Mississippi Community College, Hinds Community College, Holmes
Community College, Itawamba Community College, Meridian Community College,
Northwest Mississippi Community College, and Southwest Mississippi Community
College.
These ten community colleges yielded a total of 90 IT employees who were
emailed a link to a web based survey that was administered via Survey Monkey. The
factors employed to determine job satisfaction for this population comprised the abridged
Job Descriptive Index (aJDI) and the abridged Job in General Index (aJIG) (Balzer et al.,
2000). Demographic questions were also included in the survey for this research study.
Out of the 90 potential survey respondents, 30 completed the survey. This comprised a
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30% response rate. The sample size did cause small sample bias limitations in this
VWXG\¶VILQGLQJV7KLVUHVHDUFKVWXG\SRVHGWKUHHUHVHDUFKTXHVWLRQV7KH\LQFOXGHG
1. What is the most important job satisfaction factor for information technology
(IT) employees employed at community and junior colleges in the state of
Mississippi?
2. Are IT employees at Mississippi community and junior colleges satisfied
with their jobs in general?
3. Is overall job satisfaction the same for employees with less than twenty years
work experience than those with more than twenty years of work experience?
This research study was comprised of five chapters. Chapter one focused on the
reasoning behind the topic of this research study along with the significance and
limitations it faced through the investigative process. The research literature reviewed
varying topics to help provide current knowledge on topics related to this research study.
These areas of literature included why people work, job satisfaction theories, influences
RQRQH¶VZRUNMREVDWLVIDFWLRQUHVHDUFKLQIRUPDWLRQWHFKQRORJ\OLWHUDWXUHDQG
community college research. Chapter three included the methodology used within this
research study. Areas in this chapter included the processes involved to determine and
notify the population and subsequent sample. A total of 90 IT community college
professionals were contacted via email, and 30 of these professionals completed the
survey. The background information was also provided regarding the survey tool and
pilot study. Additionally, information was provided on the survey distribution
mechanism. This chapter ended with providing the reliability of the survey and the data
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collection and analysis processes. Finally, chapter four provided the findings of this
research study. The three research questions were answered and additional figures were
provided, such as descriptive and demographic statistics, related to the data. Chapter five
included the findings, conclusions, implications, and recommendations determined by
this research study.

Summary of Findings
Initially, one question this research wanted to determine was the job facet that IT
workers at Mississippi community and junior colleges deemed to be the most satisfying.
The work itself, pay, promotion, supervision, and co-workers were the five categories
from which the population was surveyed to determine the answer. These categories
comprised the abridged Job Descriptive Index (aJDI). From the results of the survey
tools, IT employees at Mississippi community and junior colleges indicated that they
were highly satisfied in the job areas of work, co-workers, and supervision. This is
compared to the other job facets measured by the aJDI, which included pay and
opportunities for promotion. Particularly, this group of skilled workers is most satisfied
with the work they performed. The work itself provides IT workers with the opportunity
to fulfill their internal desire to meet self fulfillment and satisfaction. Mississippi
community colleges have supplied their IT workers with challenging and interesting
work even while facing monetary and technological difficulties. The results regarding
supervision provide insight that managers and administration in IT departments are doing
what others are expecting in the way of how day to day activities are directed.
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Furthermore, fellow workers are also adhering to expectations in order for the department
to function and provide services to their variety of constituents such as students, faculty,
and staff.
On the other end of the spectrum, pay and promotion were areas where this group
found neutral to slight satisfaction, with promotion actually having the lowest satisfaction
rating between these two facets. Regarding pay, this feeling could be explained by
educational institutions typically having lower salaries than private industry in addition to
facing budget constraints in the current economic downturn (EDUCAUSE, 2000).
Another budget issue faced by Mississippi community and junior colleges are there
normal funding outlets, which can also be affected by economic downturns and
competing with other educational institutions.
On the same note, the majority of IT departments at Mississippi community and
junior colleges are small in the number of employees it comprises. The community
colleges involved in this research were comprised of IT departments that ranged in size
from two employees to 22 employees. Out of the 10 community colleges, only three had
more than 10 IT employees. This can employ very few levels of advancement within the
IT department, thus causing employees to not be highly satisfied with this facet.
Employees want to advance their careers, but being in a small department the options are
YHU\OLPLWHGFRPSDUHGWRRWKHUVLWXDWLRQV+RZHYHUDGPLQLVWUDWLRQ¶VKDQGVZRXOG
somewhat be tied related to this situation. Adding more employees and levels to the IT
department organizational chart requires more money, resources, and ultimately approval
from the appropriate administrative channels at the particular community college.
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IT employees working in industry yield higher salaries and could yield more
opportunities for advancement as compared to those in higher education settings. Pay
and promotion are two areas in Mississippi community colleges that currently are
difficult to overcome. Currently, community college administration is facing these
issues in all realms of the institution. The administration tends to always have the
difficult task of acquiring more money and resources to allow their employees ample
opportunities to grow in both work and financial avenues. This problem is nothing out of
the ordinary for IT employees or compared to other disciplines.
Another question posed at the beginning of this study was to determine if IT
employees at two year institutions in Mississippi were satisfied with their jobs in general.
This question employed the abridged Job in General (aJIG) survey to determine the
results of this question. This inquiry was posed because workers might encounter
difficulty with certain aspects of their jobs; however, evaluating all the facets of their job
employees could have a differing level of satisfaction. Mississippi community and junior
college IT employees do have high levels of satisfaction in their job overall based on the
results of the aJIG survey tool. IT employees at these two year higher education
institutions possess high levels of satisfaction in their jobs in general when all facets of
their jobs are taken into account. Thus, despite having areas where satisfaction is a
concern and improvement is warranted, IT employees at Mississippi community and
junior colleges are highly satisfied with their jobs.
The findings of this research were promising when reviewing the relationship
between IT employees and job satisfaction. Regardless of the range of high and low
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levels of satisfaction in the specified work areas, IT employees at Mississippi community
and junior colleges had no exceptionally low levels of satisfaction in any category. This
information also determined that IT employees were generally satisfied with their jobs
when analyzing the varying facets of their work. Despite the negative aspects of working
in higher education, such as lower pay and incentives, IT employees are still extremely
satisfied with their occupation at Mississippi community and junior colleges. This
provides insight that despite the difficulties faced by community colleges and their
individual departments, these institutions are meeting the requirements of their IT
employees in order to accomplish their work in a rewarding manner.
Finally, the last question posed was to determine if there was any significant
GLIIHUHQFHZLWKMREVDWLVIDFWLRQLQJHQHUDOZKHQORRNLQJDWDQHPSOR\HH¶VWRWDO\HDUVLQ
the workforce. The two groupings to determine this result were IT employees who had
worked 20 years or less in the workforce and those employees who had worked 21 years
or more in the workforce. These two groups were determined by assuming that the
current workforce would work approximately 40 years, thus these two groups represent
WKHPLGZD\SRLQWRIRQH¶VFDUHHU
Comparing the number of years of work experience within this group found that
there waVQRVLJQLILFDQWGLIIHUHQFHZKHQFRPSDULQJRQH¶VVDWLVIDFWLRQZLWKKLVMRELQ
general to the number of years worked. This provides insight towards IT professionals.
This result shows that current IT departments are providing equipment and benefits to
their employees that satisfy a range of experienced workers, varying genres, and
backgrounds. Even with varying points in their careers and work-life situations, IT
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employees at Mississippi community and junior colleges are not significantly different in
their job satisfaction wants and needs.

Discussion
Mississippi community colleges are providing work its IT professionals feel is
promising and enjoyable as shown by this facet obtaining the highest level of satisfaction
for this group of workers. These research results also coincided with other research that
illustrated that IT professionals are motivated by challenging work (Goodwin, 2007;
Luftman, 2008). This finding also coincides with research depicting IT professionals
having high levels of job satisfaction with work (Compton, 2002).
The level of satisfaction with the job in general was also similar with IT
professionals employed at Mississippi community and junior colleges compared to IT
professionals in general. As shown in research by Compton (2002), members of the
Association of Information Technology Professionals (AITP) were highly satisfied with
their jobs in general. Conversely, research that included workers in general showed that
American workers in general were dissatisfied with their job (The Conference Board,
2007).
Years in the workforce did not play a role in determining any significant
difference in a specific work facet of job satisfaction for this sample of IT employees.
Research by Chiang & Wang (2008) revealed that IT employees had no significant
relationship between job satisfaction and tenure. This corresponds with the results of this
study as well.
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Suggestions for Practice
This body of research provided outcomes that can be utilized by administration in
determining various job characteristics and opportunities for their IT employees and
departments. This body of skilled workers and their administration provide a vital
VHUYLFHLQWRGD\¶VHGXFDWLRQal institutions. Though they work in conjunction with other
departments on community college campuses in order to provide valuable and significant
products, IT is becoming more prominent and necessary in achieving the majority of
WRGD\¶VDFWLYLWLHVDQGQHeds. Though this study was limited by its response of only 30 IT
employees in Mississippi community and junior colleges, it provided needed research
ZKHUHWKHSUHVHQWOLWHUDWXUHZDVODFNLQJ&RPPXQLW\FROOHJHVDUHDYLWDOSDUWRIWRGD\¶V
educational system, especially in Mississippi. These two year educational institutions
provide essential services and opportunities to their districts and surrounding areas. Their
continued existence ensures a better future, and with IT intertwined, the potential and
promise continues for Mississippi community colleges.
The research revealed in this document can be utilized by administration to
provide necessary factors to help improve not only job satisfaction with their IT
employees, but it can yield channels for communication, concern, and open door policies
between administration and employees. Reviewing the results, administration can deem
how their current work environment, promotion strategy, supervisory preferences,
departmental outlook, and employee benefits affect current employees. These findings
can better prepare community college leaders to ensure a quality workplace for not only
their current workers but attracting future employees as well. The next section provides
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more details and suggestions in furthering this research and allowing community college
IT professionals to continue their high level of job satisfaction.

Recommendations
This research study provided results regarding job satisfaction for IT professionals
at Mississippi community and junior colleges. This data provided areas where further
research could be conducted in addition to matters that need to be reviewed by
administration at these community colleges to help maintain, improve, and determine
future endeavors regarding job satisfaction for IT professionals.
1.

An attempt to improve satisfaction with pay should be investigated due to
it being the least satisfied facet with IT employees at Mississippi
community and junior colleges. This should involve the community
college as a whole to determine methods of increasing funding to provide
salaries and other incentives not being met currently via the normal
EXGJHWDU\PHDQV)RULQVWDQFHWKHFRPPXQLW\FROOHJH¶VIRXQGDWLRQFRXOG
incorporate an endowment to fund salaries or yearly stipends for IT
employees who excel in their job and departmental responsibilities.

2.

Promotion is another area where improvement is warranted. Restructuring
the IT department or combining departments could be a reasonable
approach in providing more upward movement in positions. With the
current trend of community college personnel reaching retirement in
record breaking numbers, promotion satisfaction may see an increase in IT
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departments by natural occurrences. However, IT administration should
look at current organizational structures and service needs to find an
optimal grouping of levels for employees to achieve during their career.
This should also include consulting the human resource and other
appropriate departments to ensure college guidelines and approvals are
met if departmental changes are incorporated.
3.

According to the statistical results of this research, satisfaction regarding
the work itself, co-workers, and supervision are currently being met for IT
employees. In order to continue meeting these standards, community and
junior college IT departments should evaluate their current practices in
these areas. This involves procedures for areas such as determining
employee responsibilities, employee work interactions, and
supervisor/employee relations. These findings should be used as a
benchmark measure and should be compared to results from yearly
evaluations in these areas. This provides techniques for IT departments to
see if current practices are still meeting their satisfaction needs or if new,
innovative means should be investigated.

4.

Further study should be conducted on a larger scale to see how community
college IT employees as a whole relate to other IT factions such as IT
employees in private industry in the same geographic region or IT
employees at four-year higher educational institutions. Community
colleges are comparable to their four-year counterparts and provide
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valuable assistance to their students, faculty, supporters, and staff.
Additionally, these two year institutions are as vital and visible as
businesses. Research comparing and contrasting community colleges to
four year institutions as well as private industry would be beneficial to
researchers and IT administration at educational institutions.
5.

This same study should be revisited on a larger scale to attempt to achieve
a higher response from the population of IT employees at Mississippi
community and junior colleges. Another survey methodology would also
be an option of potentially improving the response rate and size of the
population. A higher population would be able to achieve more
generalizations about the IT employees at Mississippi community
colleges.

6.

Research should also be expanded to other departments at community
colleges and to a community college as a whole. Comparing departments
within the same community college could lead to sharing ideas and
strategies that provide employees and managers with more satisfying and
rewarding work. Investigating job satisfaction for an entity or specific
department or profession can provide insight as to what and how a
community college can provide its employees to better not only its
mission but to produce more efficient and effective services and outcomes
for its constituents. Using the community college as a whole via a case
study research method would provide a wealth of information to the
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administration. Similarly, having the knowledge of how the community
college as a whole views job satisfaction can greatly benefit further
analysis of how the entire entity compares and contrasts to specific
functions and divisions on the same campus.
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May 15, 2009

Dear Community College President,
Currently, I am a graduate student at Mississippi State University conducting a graduate
research project tentatively titled Perceptions of Motivation and Job Satisfaction for
Information Technology (IT) Professionals at Institutions of Higher Learning in
Mississippi. As part of this research project, I would like to survey the information
technology professionals at your organization. If granted permission to do so, I would
QHHG\RXULQVWLWXWLRQ¶VKHOSWRGHWHUPLQH,7HPSOR\HHVLQDGGition to their email
addresses. I would like to email each IT professional with a link to the survey regarding
job satisfaction. The survey instrument will be available online via Survey Monkey, and
all responses will be confidential.
Do I have your permission to contact the appropriate personnel at your institution to
begin this research process?
If you should have any questions about this research project, please feel free to contact
me at lmm11@msstate.edu or my committee chair, Dr. Ed Davis at
jed11@colled.msstate.edu.
Sincerely,
Leann M. Markham
Graduate Student
Mississippi State University
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June 2009

To: IT Employees
From: Leann M. Markham & Dr. Ed Davis
I am a graduate student conducting a graduate research project titled Perceptions of
Motivation and Job Satisfaction for Information Technology Professionals at Institutions
of Higher Learning in Mississippi. This survey is sent to all IT professionals employed at
your institution to gain insight about the views and perceptions of IT employees
regarding their current job satisfaction. Attached in this email is a link to the survey.
As the topic of the research is job satisfaction, you must be at least 18 years old to
complete the survey. If you are under the age of 18, please disregard this email and do
not answer any of the questions. Your participation in this research is voluntary, and you
are not obligated to complete this survey. If you would like to participate, your responses
are strictly confidential. By clicking the link and completing this survey, you are giving
your informed consent to participate in this research project. There are no foreseeable
risks to participants, and your response ZLOOEHQHILWWKHUHVHDUFKHU¶Vaccurate depiction of
,7SURIHVVLRQDOV¶SHUFHSWLRQVDQGRSLQLRQVUHJDUGLQJMREVDWLVIDFWLRQ. There are no other
incentives or reimbursement for this project.
If you should have any questions about this research project, please feel free to contact
Leann Markham at 662-325-9176 or lmm11@msstate.edu or Dr. Ed Davis at 662-3250944 or jed11@colled.msstate.edu. For additional information regarding your rights as a
research subject, please feel free to contact the MSU Regulatory Compliance Office at
662-325-5220.
Please click the link below to launch the survey.
https://www.surveymonkey.com/s.aspx?sm=db_2fHXW2ZJAWsUsHdiwXBIw_3d_3d
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June 2009

To: IT Employees
From: Leann M. Markham & Dr. Ed Davis
This is a reminder email to complete a brief survey about IT professionals¶ job
satisfaction. If you have already completed this survey, please ignore this email.
I am a graduate student conducting a graduate research project titled Perceptions of
Motivation and Job Satisfaction for Information Technology Professionals at Institutions
of Higher Learning in Mississippi. This survey is sent to all IT professionals employed at
your institution to gain insight about the views and perceptions of IT employees
regarding their current job satisfaction. Attached in this email is a link to the survey.
As the topic of the research is job satisfaction, you must be at least 18 years old to
complete the survey. If you are under the age of 18, please disregard this email and do
not answer any of the questions. Your participation in this research is voluntary, and you
are not obligated to complete this survey. If you would like to participate, your responses
are strictly confidential. By clicking the link and completing this survey, you are giving
your informed consent to participate in this research project. There are no foreseeable
risks to participants, and your response will benefit the reVHDUFKHU¶Vaccurate depiction of
,7SURIHVVLRQDOV¶SHUFHSWLRQVDQGRSLQLRQVUHJDUGLQJMREVDWLVIDFWLRQ. There are no other
incentives or reimbursement for this project.
If you should have any questions about this research project, please feel free to contact
Leann Markham at 662-325-9176 or lmm11@msstate.edu or Dr. Ed Davis at 662-3250944 or jed11@colled.msstate.edu. For additional information regarding your rights as a
research subject, please feel free to contact the MSU Regulatory Compliance Office at
662-325-5220.
Please click the link below to launch the survey.
https://www.surveymonkey.com/s.aspx?sm=db_2fHXW2ZJAWsUsHdiwXBIw_3d_3d
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Work on Present Job ± aJDI
Question
Yes
No
Satisfying
3
0
Gives a sense of accomplishment
3
0
Challenging
3
0
Dull
0
3
Uninteresting
0
3

Question
Income adequate for normal
expenses
Fair
Insecure
Well paid
Underpaid

Present Pay Facet ± aJDI
Yes
No
3
0
3
0
3
0

0
3
0
3

Opportunities for Promotion Facet ± aJDI
Question
Yes
No
Good opportunities for promotion
3
0
Promotion on ability
3
0
Dead-end job
0
3
Good Chance for promotion
3
0
Unfair promotion policy
0
3

Question
Praises good work
Tactful
Up-to-date
Annoying
Bad

Supervision Facet ± aJDI
Yes
No
3
0
3
0
3
0
0
3
0
3

100

Undecided (?)
1
1
1
1
1

Undecided (?)
1
1
1
1
1

Undecided (?)
1
1
1
1
1

Undecided (?)
1
1
1
1
1

Question
Boring
Helpful
Responsible
Intelligence
Lazy

Question
Good
Undesirable
Better than most
Disagreeable
Makes me content
Excellent
Enjoyable
Poor
(Balzer et al., 2000)

People at Work Facet ± aJDI
Yes
No
0
3
3
0
3
0
3
0
0
3

Job in General - aJIG
Yes
No
3
0
0
3
3
0
0
3
3
0
3
0
3
0
0
3
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Undecided (?)
1
1
1
1
1

Undecided (?)
1
1
1
1
1
1
1
1
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